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Interest in career research is qffiected in the recent creation of
¢ . O X

. .m—~, career interest groupg within the Academy of Management and American

Psychological Association as well as }egent publications (Driver, 1980;

1

Hall & Hall, 1980). Most of the modern career theories focus upon career

.

stages of individuals, pafgicularly professionals (Bartolome' & Evars,

N -

1979; Dalton, Thompson & Pfice, 1977; Schein, 1978), .
, {

-~ An individual differences approach to career paEhS'has been taken

Y

by Driver (1980). He identified four career types: (a) linear, sifgle

upward movement, (b) steady state, single career with littlg upward move-.

ment, (c) transitory; frequent changes in career an

thanges im career with upward movement in each car :*5ﬂ hile Driver's
theary is interesting, it does not provide organ 2 ;- *

‘ - TS >
_standipg of its members' movemeni within the organizacy Vardi (1980) -

. . . ‘

]

has argub for the integration of 1ndividual career models with organiza-

-

tAonal models sa that both individuals and.organizations‘can be served,

-

From the organizational perspective, "career" typdcally describes a

‘series of job ‘experiences which'provide a person with improved skills and

-
’

*abilitfes (Digman,il978). Organizations assume that placing people in

different jobs, perhaps with 1nrreases in responsibility, will make them

better able to-assume jobs in upper levels of management. If this assump-
. [ 4

tion”1is correct, then -different career paths should lead to the acqui-

. e
sition of.different skills and ghilities, and individuals in similar posi-

tions with darferent work historfes shbuld report engaging in different
types of job activities, requiring different types of skills and having
difﬁerent pérceptions of work. In addition«it may be expected that the
next job they would like t; kold eill be affécted gy their pastbdgreer

e . ’
-

<
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higtory. Different career patns may result in different levels ofjidgn—

[

tification with the occupation, organization, job .and withdrawal behaviors ~

. A
. N (intention to leave and turnover). ' !

N '

. L]
t The data reported here focus on the most common career paths of men-
\ A
tal health administrators. “Compariﬁons between occupants of these careers

will be made on the variable® presented in Table 1. These variables in~
' v . o
¢lude both gelf reported role responsibirities (e.g. training needs,"grobl
A3

¢

lems on the job), JFsychological climate variables (e.g. ‘roégaconflict, role -

ambiguity), withdrawal behaviors (e.g. intention to leaVe), commitment (e. g.

v -

ii commitment to organization), organizational characteristics (e.g. size of -
.
d !

L)

budget, staff), and factors sizsidered)when taking another Job (e.g. famil?,
q

AL}

community)
4 ” . ‘ N .

- METHOD ,
: ~ .,
SUBJECTS : . N

) Mental health administrators in Michigan{ Minnesota, and wiscongin ‘<g” .-

X
- were requested to participate in a study of turnover rates of such admini-
strators, All'community‘level mental health systems in Wisconsin and ,
« TE ' . \ - - 4 !
Minnesota were contacted while from Michigan, a 40% st;atiﬁied random sample

»

based on ponulatfon- of the catchment area‘waa selected, Of-the 110'

systems gontacted, 109 allowed(participation of at -least some - administrators.
L. Voo s .
One director did not allow anyone to be ;ncluded. In-a second.system

the director allowed staff to be interviewed but not himself. In a third .
system 'the direc#®r was interviewed, but he did not allow staff to parti- I

%dﬁaté. From these 109 systems, 314 directors and admipistrators reportfng
. . N .

to these directors were interwiewed. A questionnaire- was ieft.with}each . . v,

« ¢
A ’ .o -

person interviewed; of these 314, 287 were returned for a rasponsé rate’sf 92%.

-




s o8

‘A questionnaire was left for admiristrators' spauses; of these 230, 192

were returned for a 74% response rate,

- L)
- -

INSTRUMENTS : . , - .
- f\\//</ . ‘

Semi-structyred interviews and questionnaires were employed. The in-

.

terview included questions concerning work*activities,  skills needed, .

past work history bbth within and out of present organization, perteived
L

training needs for self and subordinates, frequancy of experie‘ced stress
. " . N -

) -

‘apd its precipitators, controlling board chdracteristics, perceivéd prob-

]

\ lems on the job, past living history, marital status, number and ages of .

" children. (See Table 1 for a summar:.)

The administrator's questionnaire contained .five major tvpes of

, questions. These included: (a) bioéraphical information, (b) community
r) ’
satisfaction, (c) importance of work and nonwork components in decision to

, .

leave both community and job (d) brganizétional climate and (e) personality.

-
- ‘ : . .
* The spouse's 'questionnaire contiined items similar to the administra-

A

tor's questionnaire., These included: (a) community satisfaction, (b)
o

h

importance of work and nonworK in the de®ision to leave both job and com-

munity, (cd spouse's past living history, (d) community characterist&is and
S . . ]

(e) spouse's participaiion in the decision to leave present community.,

~

- PROCEDURE !

Each administrator was interviewed separately in his/her, office by
! F

’
A ~

one of three interviewefé. The interview required from one to four hours to

\ . - 0

cohplete after which questignhaires were left for the spouge and administra-

~ . -

L g
tor to complete and return. Each’guestiqnnaire'contained a three digft

number to allow the matching of interview, quest ionnaire and spouse data
[ * .
and to maintain-confidentiality. Becguse an 18 month follow~-up was to

N =~ ' bé conducted, the data were identified by job title, svstem code, and

R -

L 4
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N ’; -
mother)s maiden name. g; '

. F . .
pe month after the(i .erview, administrators_who had noy returned

a queéstionnaire were contacted by telephone. A second telephone call was

v N
° ©

made two months after the interview.  Thiee months after the interview the

‘4administrator was called {or the final tihe.

- N
»

The interview ddta were coded using specific categories for each of
/

the questions, Questionnaire data were compressed into composite “scores

via factor analysis ‘or internal’ congistency analysis.
Feedback of information was conducted by sending four reports to each
1 . . T .

system. These reports inpluded: (d) statistfcal presentation of administra-
tord’ data, (b) narrative presentatzon of administrators' results, (c)
spouses' statistical data, and (d) spouseq narrative of results. All

spouses requesting information received the spouses' statistical and nar-

»

rative reports. ) - Ve
'RESULTS .

Career types'were identified by choosing:” (a) educational level,

-

(b) nonmental health work experience, and.(c) number of direct setVite
positions held prior to administration. These six career types:included
(a) administrators (Qith bachelors degrees or less) whose career began

1in mental hea;th (MHB) , (b) administrators (with advanced degrees) whose

[

career began in mental health but > they held no direct service positions

-

l
prior to adminiStrative pcsitions (MHAO),, (c) administrators)(with advanced

degrees) who held one.direct service position prior to an administrative
5

position (MHAL), (d) admﬁhistrators (with advanced degrees) whose careers

3
“began in mental health and who held two or more direct service positions

. ’

prior to an administrative position (HHAZ), (e) admjnfﬁtrators kwith bache-

L .
ors degrees) whoge career did not begrn in mental health (NMHB), and (f)

o™ -
.
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administrators (with advaneed degrees) whose career did not begin in mental
. .

-

hgalth (NMHA). Direct service was hot idehtified for persons without ad-

vanced degrees because of relatively small sample sizes. The first four -

career types represent individuals with.a 'singular career pathh as a ‘mental

R
health professional while the latter two types represent individuals with

L

multiple .careers with at least one full t{he nonmental health job. Table

N 1]

2 presents the six careex paths identified As the table d1splays, most
9

admini;%ratnxs held advanced degrees andsbegan their careers. in mental
’ .

health. Yet 37% of the sample ha@/not begun their workin%;jjjeer “within-

! e .

the mental health ¥ield, g

]
-

T -

Comparisons were made between the six career types-on academic disci- e

,
'
Y
14
\ - T ig‘
2

“pline (Psychology, Social Work and others), Res@lts of the analysis Rre- - l:
sented in Table 3 show that ‘career types were not equally represented across !
academic disciplines. As might be expected those noi having a.degree in L
Psychology or Social Work were more. "likely to hold positi0ns out of mental ' éj

’ health, Those withinothe ”other category were less:likely to have a,n-'7 _ 'F{ S

~ , * ' ' ) . B
~ 3gxanced degree. A comparison betweem career types on types of positions held <
. . o - 5 e
(director of, system, director of agency im system, coordinator of a service) IR
v - L ' ‘\_ . - A P
indicated career types were' equally represented in the three kinds of positions.

!

- . . “ I :
Multiple discriminant’ analyses were performed on the self,reS%rted activfr

ties; skills needed to be effective,‘training_needs and problems feéed on -the
- . . ~
job. Only the analysis on activities performed on the job produced a sighifi—

carrt disc&iminant function (7(2(50)=69.32, p ¢.05). able 4 presents the stan-
0
dardized discriminant function weights, correlation of variables with the over-
]
3 all function, univariate meane and group centroids*for the one significant §unc4

tion for activities on the job. As thp table displays, three’@ariables had stan-

- \
dardized weights greater than-,40 and foutr had correlations greater than ;40
}l <, 5 : )

The fdaction is defined by boundary spénning activities of Public Relations, ’

& Ce
Meetings, and General Administration on ope end and specific Program Coordi-

(PN




nation on the o‘her. This represents a_ general to specific continuum in

that those engaged in activities on the boundary spanning end of the con-

. \
tinuum have greater diversity of activities and appear to include more

general management'aptivities while the program end‘Bf.the continuum is
specific to a single program. Ag the univariate means and group centroids

show, . singular career occupants who held at least two. direct service posi—

“
~

tions and who hold advanced degrees do the more general activitieg while

1ess .educated (singular and nons1ngular careers) do specific, progfam man-

P, .

. v .
agement. This might lead one to believe that the former group held posi-

-

.tions with greater responsibility!and importance. * Yet discriminant analyses

on objective characteristics of each position (e.g. size of budget, num~
y / s '

.SEr of employees, contracting) and characterfstics of each system (e.g.

size of budget, employees, number of programs provided) did not distinguish

\

between career types, Nonetheless different career types.do appear ‘in

positions with differemt activities. '
14 . N4 R .
Discriminant-analyses on role characteristies, perceived role and

-

job satisfaction~produqed no significant functions. Frequency of stress

and symptoms of stress were also compared across career'types with no dif-
%erences'found?. Although career tvpes may not differ on frequency and
symptoms of stress, it is,possible there are differences in situations
which precipitate stress. A multiple discriminant analysis on the stress
situations id%'tified in Table 1 indicated no significant Eunctions yet
one univariate F was significant. This sign)ficant finding indicated

' -
that personai stfle" was more of a cause of stress for (a) those with
advanced degrees and no direct service background and (b) those with ad-
vdnced degrees whose career did'not begin in mental nealth“ )

A multiple discriminant analysis on commitment to the job, job im-

. *» .
portance’.and commitment to the organization was performed. Again there
g g

ﬂb
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"

. i e
was not a significant discriminant function yet ynivariate.analyses indi-

- - r i

cated significant differences bétween career types with thosg beginning

» 4

careers out of mental health perceiving their jobs as 1%ss important.
(3 . R [
Another set of discriminant analyses,were peérformed on aspects of
. . 14
‘ L
withdrawal behaviors including what administrators considered when, takﬁag <~

. *Past job and what they Qould consider in tﬁe future. Again the analyses

indicated no significant differences. :
° €

4 b

{

To determine 1if the specific combination of the three history vari- \

. s
ables employed was maéking effects of individual variables, correlations were

calculated between the iftdividual history variables and the variables in- . &

)
c¢luded in the discriminant analyses presented above. This analysis in-

— ) -
Jdicated few significanﬁ\rélationships between'ﬁf;Lr variables and education '

level and number of .direct service jobs. : Table 5 presents the significant »
relationships which include: (a) the more education administrators had, the

less they weighed nonwork components in the decision to take another job,
@ a

and' the more tﬂey welghed work when taking last job, (b) the more direct ser-
vice positions administrators:- had held, the older they were, the less family

Played a role in administrators' decision to leave, and the more likely

they, said they would leave in the next year.

.
.

The relets for first job (mental health or not) indicated more sig-
nificant findings. Table - 6 presents these résgfts:’ As expected' those not
beginning in mental health had pérticipated iﬁ more organizatioﬁs &han those
in mental health, Those/beginning in mental hgaitp had more education
than those out of mental health. The mb;t intetesting of the findings in-
dicated that nonwork related variables were more imp?rtaﬁt to those whp -~

began work in nonmental health settings, tot . } ’

An analysis of position characteristics indicated that both -education

, v

level and—singular_career in mental health were related to having a larger

4
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, staff, (both/administrators and direct\serviqe)‘andllarger number of. people re-

-
*

’

R , Porting directly to them. Due to the significant correlation between singular
/ ." . v LR

‘ career ird mental health and edncation level, thislrelationship was pa'tialeé

[ad . ‘

L~

v

out of the correlations between education and position characteristics and also

¥ ' -
. ’ Partialed out of the relationships between singular career and position charac- .
) . A

- tefistics.\‘The result of this analysis was the elimination of all’bdt one sig— o

. " nificant relationship between education and position characteristics (number of

[ ]
, staff reporting directly to Administrators) while all’ of the significant rela-

tionships remained for singular career, This indicates'that.a single career

. . ]
(4 2 -

¢ in mental health does result in some differences in position characteristics,

Although few significant ‘differences ‘were found between career types on -
levels of specific job related variables, it is possible that, differences in re-

lationships betweép these variables may exist within career types. To ascertain

.

, if such relationships did exist, three outcome variables were analyzed. (a) job
satisfaction, (b) intention to leave the organization and (c) actually leaving

. the organization. Role variables of ambiguity, conflict, overload, Job{impor-
. Co tance and job commitment along with organizational»commitment were employed to

AN

pgedict the three outcome variabhps Two multiple(r gressions were performed
. .
, for each outcome vari%%le for each career type and total sample. The.first re-

gression included all the predictors with significant beta welghts (p <.05)
» LY N -

- using a stepwize forward inclusion analy¥is. . ' ’

, N . .

Table 7 presents results of the first set of regressions. Within -

’ * v

#  the table the standardized beta weights are displayed with the sample sizes
and multiple correlations for‘each'career type and overall sample. As

displayed in the table, magnitude of prediction decreased frod(job satis-

» -

(faction to intention to actual turnover. Despite the relatively low multiple ' N

correlation for turnover, it is important ap note that an 18 month lag

existed between the measurement of role variables and determination of the

~ .

) turnover sample. '
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" Table 8 presents results of regression analyses witH the most par-

simonious combination of predictor-variables.' Only; statistically signifi-

L3

l ' . .
cant standardized beta weights are presented, Qrganizational commitment

o f 1 .

was, the variable which appeared consistently across outcomes'and career

“types. Job importance and commitment were significant for satisfaction and

-

intention but not for actual turnover. In contrast, {ole conflict was

- .

‘not significant for satisfaction and intention but it was for actual turn-

— M

over. Role ambiguity.was related to dissatisfaction dgile role overload

was related to intention. :In general the results indicated significant pre-
diction of'outcome,variables with gée relationships generally in the ex~
pecteq~direction (e.g. job.satisfaction;positiuely related to job importance
and commitment and negatively related to ambiguity and conflict.)
Differences between gcareer types appeared throughout the analyses.
/Job satisfaction and intention were significantly predicted for all‘career
types while turnover could not be predicted for MHB types. Specific variables

related to satisfaction differed across career types-with differences ap-

pearing Between singular and mul{iplgvcareer types. Role ambiguity was

most important for NMHA while job importance was critical for NMHB. ,
The results for intention to leave:were less clear.’ Job imporfanceg
was related for four of the types buv not for MHAO and NMHB types. Type
ﬁﬁHA indicated suppressor variables were present in that job commitment was
positively related rather than negatively related to intention tolleave.l b
. . — ’
~Spécific variables related to turnover indlcated that commitment to
' the'organization was the best predictor for MHAl, MHAO and NMHB. No ~

~

variable predicted turnovler for NMB while role conflict predicted it for

MHA. Admninistrators with advanced degrees and no qirect service experience ..

had two variables related.to turnover, job impdrtance and job satisfaction.
[ e
In contrast to analysés comparing career typés on levels of variables

.

" -11 oo . -

(@
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differences between career g&pés on prediction of outcome variables did appeé}..

‘e Due to the lgrée number of analyses, a summary of significant findings

.
N . . - N ~

is presented below: -

L4 0 A -
.

‘ . Those with advanced degrees and several direct service positionsg M .

were more likely -to engage in"general manaéement, boundary spanning activities

+

7] _ .
. than those with other career paths. - - -
: ‘ . ..
. Those with more éducation‘when seeking ‘another job weighed non- ) e
.' ¢ ® » '/

work less than those with less education. ‘ o

»

- N

. Those having held more direct service posftfbns were more linly
n : p

_to say they were going to leave the job within the next year.

. 7

. . Those having a singular career in mental*health tended to be ’ .

-~

: f 4 [N 1 . .
Jbetter educated, weighed nonwork less in a decision to take another. job),

. AV .
and had .larger staffs working for tWem than those with multiple career paths. -

" Ignoring cageer path, job satisfaction was predicted by commit- -

‘

meqt'to organization, commitment to the job, job importance, and role . ~
. ’ "
« L]
] ambiguity, ; P . \

s . Ignoring career path, intention to “leave was preéicted by commit-—

ment to the organization, commitmerit.to the job, job importance and role over-
L 4 . . - .
. N -~ Sy
load. :

2

.. ‘ . Ignoring career path, turnover was predictéd by commitment to the

9

» = * » * /
. organization and role conflict. g ;
/ ¢

. The job satisfactfon of those having held‘ jobs outside the mental

a

’
‘

health field was more af%ecteq by role ambiguity and job importance, . ‘
. . . . 3

. The job satisfaction of those,with‘multiple diféct service jobs- <

« ’

~

was affected by role conflict and .overload. ' -

- L) 4

. . For those‘égyf began their career in mental health administra- .° ’

e - _ 7 o
tion, role ambiguity affected job satisfaction. + . °
. ¢

. ) T\,/ , ’ 12

4
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. N . - v L .
C For those with multiple d}xéLt service jo%a i* mental health, °
- . ‘o, 4 . - \ . s,

\
\

role conflict predicted intention to leave. .

. i
- R \

SR For those with multiple direct service jobs, turnaver was influenced
by’jot importance and job satisfaction. ! *" . ’
. Those who began their cdreer iﬁ nonmental healtP ‘setfings were
< ,- o,
more affected by role conflict both.in intention to 1e;ye and actual 1eavingf
. o . S S . , o
] ©« - -DISCUSSION T

. . . R . e . ’ -~
The results indicate that career types, as defined herein, do not re~

-~

sult in differences in reactions to the job (role copflict), coqmitment to

-~ .

thé job or organi;ation,nor differences in skill needed for the job, and

problems faced on the job. Spress experienced on the job, a con&gpt closely
) .
Lo co T N -
al;;gyed to burndut” (Perlman & Hartman, .in press), did not discriminate be~

-

twéen careeér types, éﬁd thus there agpears to be’ no past history which one

-

can point to‘as the cause of burnout. | ‘ - -
e . Lo ' - ®
‘There were, some differences in erms of agtivities performed on .the

‘job. ,Those having advanced degreég and‘several direkt service positionst

engai? in more boundary spanning activiLies and 155% program coordination

than those with less eddcation (first career in mental health or not) or

<

N rﬁhose with'advanced degrees with only one direct service position, These
R \ ‘

career types may be following a career path which allowed them to experiePce_
5 - M ,,/ . - ‘ ~
a“broader rangk of mentwl health activities. '
T ) [N
Regults of analyses comparing specific components of the career defi-

. N -

+
-

+

nition indicated thé most significant variable to be having a singular cdreet

_in mental health. Whether a person began in mental health or not resulted 4n

. - i .

different position characteristics, with those having a singular career

e

~ Lo
having greater personnel responigibilities, Also those'with_muitiple careers
y .

were more concermed about nonwork variables when considering new positions. .

- ) .‘, r

r

‘ . 13, ,
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- ~

'

‘These regsulis may indicate that multiple career‘individuals do not have as

-~ B - B s ~ ~
-

strong a professional role ﬁrientation as singular careér people. “e

. . . - R -~ * °‘-
‘ ‘Fhe cpnoept of g'léer types within mental hea}th‘nmy have relevance : 0*

for determinin.'.possi‘ble fit bet-w'e‘en positions and past work . and gducatjional
history. Someone without an ad&anced degfee is more likely to{Se involved
b o ‘ ) K .

Iy

in qucifiq programs while those with ;dvanqed degrees and multiple direct

\

servz;e positions have broader responsiﬁiliéies. »

Prediction of job outcomes (satisfaction, intention to leave and turn-

-

over) indié?ted that gﬁése with‘multiple careérs and adyanced degrees wére
R . more l%kely to be dissatisfied and to-leavg as a result of codflict and

. ¥ . . - -

ambiguity. More attent®on must be paid to these proféssionals with respect ' -

-, to ro%g definition. These individuals appear to have a gregter reaction

g

- ) to these aspects of the job than do other career types (singular career,

bachélorq degree or less). Thosevindividuals who have peld several direct .

3

. // féervice jobs with advancea degrees respond more to coﬁ?&ict and overload

~

\ .
and_are more likely to leave the organization because of lack of joblimpor-

tafice. pecific'attention to develeping mead&ngful work for these.indivi-~
3 * \

duals is important in feféining.them. This may be a result of thely ex- —
. : ' <A * ’

- N ¥ i
. tensive experience coupled with greater ed It would be interesting

2 . N

to determine 1if theﬁ’actualix leave gﬁmin 93;;

J&d return to dirq&q

service in another %rganfzation. -

N
-
k e’ v

\
Due to the lack of consiStency in labeling positions across mental o
s

. health organizations, it ‘was extremely difficult to compare or assign indi-

- ";idualsgip speciiic types of_careers. This lack of consistent definition
M ’ ~
" e ‘ - . .
led to the more "gross" categorization herein. A more consistent use of

.

. . titles related to positicn resbonsibiiities would be of benefit in the ) ’

attempt, to define career types and should‘ result 'in a betterﬁderstanding

~ ~

. ’ ~
of carpers.in mental health. %

N ' -
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. . Overall, thg concept of different career types is supported not by
p actual differences between these types in terms of self reported reactions
L ,
L ‘ , : o
e to the work environment, Rather it is supported by differential reélationships . ’
[N \ * * ... .
. » . 3
between these job variables and critical outcome variable’s such as satisfaction
14 * )
and turnowver. , -
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Personal Style ¢
Service Delivery

Stress Situations .

’

Role éharqcterisiics

Internal Conflict
Budgets

Personal Style -
" Servic r? ~

N 2

Do Time Administration

" Budget
Agencies Contracted “
Staff Size 3 "
Direct Serviegd
Administrative .
Span of Control
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. TABLE 1 '« . '
v o . ‘Variaples Uged in‘Primary D§ta Apaiyses i
Job Activities ! .- - Perceived_Role
' . ) i
Public Relatdions ! . Role Ambiguity , )
Meetings } : ‘Challenge and Variety on Job
Program Coordination . Role Overload )
. Personnel Administrators f/—\ Role Conflict
' Budget Mcniufr_ing Job, Commi tment
Program ‘Development Job Importance
ey Plannigg Job Autonomy
‘ - Budget Development. ~ } ' ‘
Contracting "Work Satisfaction
General Administration *
‘ . , Intrinsic ' .
Skills Needed to be Effective -0 » Extrinsic '
. /> * Overall
Communication )
Personality . Commitment
. Interpersonal ‘ : ’
‘Knowledge of isability * Organization
Systems / Occupation .
Budgeting . 4 Job -
' Political .
Problem Solving Withdrawal )
! Problems on Job Intenxioy'to Stay
' : / -+ Turnovex . '
, Staff Relationships * Opportunities for anothér job
. " External Relationships- '

Role Characteristics .

External Political Relationships

Role Characteristics -

Considerations fd:ﬁNext Job

. . Intrinsic Work

s ' Co-workers

Extrinsic Work
Community Facilities
Leisure

Residents' Values

¢ Community Location

-

. System Characteristics

Budget
Employees
Administrators
Contracting
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éirat Job
Mental Health
Mental Health
Mental Health
Hegtal Health
Non Mental Health

Non Mental Health

-

" . Table 2

Definition of Career Types and Distribution

‘Direct Service

Degree Positions Number
hA/éS, or less - }' 28
Advanced 1 49
»
advanced " 2 or more 71
aAdvanced - “ 0 37
BA/BS or less S 38
Advanced’ - 69
i <
Y
- AN
. i -
. ) ~
- '
' \
'R

-

Pergentage Label | |
9.6% MHB
16.8% MHAL
24.3s _ MHA2
. 3 )
12.7% MHAO
13.0% NMHB
., 23.6% NMHA
4
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&~ '
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7
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. . "~ ) - Table- 3
' AR ) Careexr Paths by Discipline ’
o . o . L ‘
K ‘ Psychology Social Work Otherxr 3
MHB 2% (1) « 5% (5) 16% (18)
) ’ \
MHAl 27% (15) 19% (20)° 11% (13) . '
. ’ . [ .
' MHA2 ' 34% (19) 36% ' (38) 11% (13)
MHAO . 21% (12) 14% (15) 9% (10)-
NMHB ' 5% (3) 6% (6) 18% (21)
- . & q ,
"NMHA - . 11%' (6) 20% (21) 35% (40) . . ’
- . -~ » N
2 = 57.06 d.f. = 10 , ' Z =
a ’ \
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. S N Table 4 . 4 -
£ ’ ° " s
" Significant Disc:iminaht Function
~ ., for Job Activities
. ‘ _ s ' Standardized Correlation with
Activity | X ‘8D-. ¥ F Weights Functions
Public Relations TL76 .19, 1.97 .60 .40
Meetings - inhouse o7 . L6k 1.74 ‘- .61 44
Program Coordination A7 70059 68% -.31 -.51
Personnel Admingstration .,46° .62 .78 13" -.01
Budget Monitoring. - .48 .50 .60 . .27 .18
Program Development 46 .65 1.27 .21 .02
Planning 457 .50 .53 .24 .19
. Budget Development A : 50 1.66 -.07 -.16
Contracting ) 2, L4l .43 .23 .03
.General Administration .13 .35 1.85 .55 L4l
h z !
" Public X ,
Career Relations Meetinggr Coordination Adminigtration Centrqig
.71 .54 .57 .14 ~.34
.76 .53 .59 ToL10 -.21
.82 .82, .32 .25 47
.76 .65 .38 .08 -.15 .
YR .61 N 11 -.53
.90 74 . .43 .13 %17
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\ Siﬁnificant €orrelation of

Education and Direct Service Positions
’ 7

Education

y
Importance of community services for taking a new job
1

Importance of community

-

lues for taking a new job

Number Direct

ervice Positions <‘J,'

Intention to leave

,

Importance of intrinsic work factors for taking a new job

Importance of family for taking a new job :

. Age
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Table}

\

v

- X
. Significant Correlations of

~/

Careers (1 = Mental Health, 2 = Non Mental Health)
Total number organizations worked in

Highest Degree

Importagce of communiﬁy services for taking a new jo

™ e +

L4
Importance of leisure activities for taking a new job

Importance of climate for taking a new job

Importance of community values for taking a new job
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Singular versus Multiple Careers
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; - Overall
Org. Commitment 26%%
Ambiguity -18%**
Job Importance 15+
/ Job Commitment /1
Conflict: ~-12 ~ -
' Overload 00
R= ) 63%*
' N 276
L}
: Overall
Job ‘Importange ~28%%
Org. Commitment ~23%%
Overload 10*
) Job Commitment 11+
Conflict 09
Job Satisfaction ~-05
Ambiguity -01
R= i 58**
) Overall
Org. Commitment —-25%%
Conflict: ) 1
. Overload 07
Job .Commii tment * 08
Job Importfﬁﬁé -08
Ambiguity 07
Job Satisfaction 02 '
" Rm 6%
* pg.05

** p¢.01

¢

Table 7

.

Direct Solutibn

Job Satisfaction

MHB MHAI
61* - 22%#
-05 -08
-40 . 28
09 19
-30 -20
-09 »7
58% 70%%

28 47.
. y

MHA2 MHAO
39+ 23%
02 -33*
13 15
05° 16

-20% -12

-35%#* > (g
80%* 76**

67 33

Intention to lLeave A

-

MHB MHAI
-55* . -29**
~21 -15

00 35%%"

10 -16
-06 08
-11 -05
-15 -25

65* 59%

-Turnover

MHB MHAL
-26 -45
-19 10

42 -04

00 -04 '

00 -07
-10 00

12 04

43 " 55%

MHA2 MHAO
-43*+ T3¢

-23 -12
-10 10
18 24
27 -15
06 ~45%%
.02 1
67** * .
MHA2 MHAG' ™
-05 00 -
14 . "12,
-11 36*
-06 . 23
~25%% 19
06 37 .
-28%#* -10.
62%% 59

NMHB NMHA
42 10
08 ~46e¥
50% 10
10 1Y
17 00
00 (0]
66 6l**
37 63

NMHB NMHA

-32 -23*

-24* foog#
13 13
12 27*

-17 17+*
02 00
05 14
53 VLA

NMHB NMHA

-59%% 33«
17 32+

-02 r-02

-16 20
16 -22
13 -22
12 -08
57 52%
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. Table 8 ‘
’ Parsimonious Solution < -
v ' Job Satisfaction ~ " s
_ Overall MHB MHAI MHA2 MHAQ NMHB NMHA -
Ambiguity . =24* ] ~364 -58%%’
Conflict , ' ~20
Overload v -36** .
Org. Commitment 29%* 48%* 62%* JB** 42* . !
Job Importance 16* . . 59%%
. Job Commitment 10*
R 62%* 48%* 62%* TOr* T3%** 59%* 58%*
) »
Intentidn to Leave e
Overall MHB MHAX MHA2 - MHAO = NMHB NMHA
. Ambiguity ]
/ Conflict , 28* 27+
./ Overload 13* . 39%* .
Org. Commitment -28*‘; ' - . ~45%* ~29*
Job Importance ~30%** ~-61**  -32% 4Bk : -31*
Job Commd tment 10*, ‘ 28*
 Job satisfaction —59%%
. R 57** ‘..61** 55** 63** 59** 45** T2%*%
Turnover
. Overall MHB ‘ MHAX MHA2 MHAOQ NMHB NMHA
Ambiguity ’ . . . >
Conflict ° 20%* N N 42%*
Overload . t
', Org. Commitment =30%* ~54** . -44* ~51%*
" Job Importance ‘ . TN 233k
Job. Commitment 4
Job Satisfaction h ~-35%* .
: R 44** 54%* ~5g** 44* S51** 42%*
o . * ) ! /
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